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+\EULGPDQDJHUVFDUHHUQDUUDWLYHVDQGLGHQWLW\ZRUN
$FRQWH[WXDODQDO\VLVRI8.KHDOWKFDUHRUJDQL]DWLRQV 
 
Abstract 
While hybrid managers are increasingly important in contemporary organizations (especially 
in the public sector), we know little about why or how they become hybrid managers, or how 
this is shaped by the interplay of professional experience and organizational circumstances. In 
pursuit of a more variegated, contextualised and dynamic understanding of hybrid 
management, this paper focuses on how individuals transition into managerial hybrids, 
emphasizing the dynamic and emergent nature of hybrid management identity. Studying 
managers in English healthcare, we employ the concept of identity work as expressed through 
career narratives to examine the influence of career trajectories and organizational experiences 
on emerging hybrid manager identity. The study identifies three broad managerial career 
narratives ± aspirational, ambivalent and agnostic ± and relates them to experiences of doctor 
and nurse hybrid managers in three healthcare settings. An interpretive analysis of these 
narratives reveals a more variegated, situated and dynamic interpretation of hybrid managerial 
identities than previously considered and underscores the importance of personal and 
organizational experiences in shaping emergent hybrid professional/managerial identity. 
 
Keywords 
Hybrid managers; identity work; healthcare; career narratives; management  
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Introduction 
ExSHFWDWLRQVRQSURIHVVLRQDOVZLWKLQSXEOLFVHUYLFHRUJDQL]DWLRQVWRDFWPRUHµPDQDJHULDOO\¶
have grown in recent years (Davies and Harrison, 2003). Ironically, this has coincided with 
increasingly intense pressures on management across sectors and national contexts (e.g. 
Hassard et al., 2009) and the widespread denigration of management as an occupation and set 
of practices (Brocklehurst et al., 2010). Nowhere is this more so than in the public sector, where 
successive waves of institutional reform and organizational change have led to extensive 
delayering and the intensification of managerial work in healthcare and other sectors (Hyde et 
al., 2016). Like all managers, healthcare managers have struggled to develop a distinct 
knowledge base and professional identity (cf. Thomas and Linstead, 2002). Management 
within healthcare remains highly differentiated and widely distributed (Buchanan et al., 2007) 
and this impedes collective management identity. Moreover, healthcare managers also face 
challenges associated with changing policy and discourses surrounding role expectations, as 
well as medical profession dominance (Currie, 1997; Davies and Harrison, 2003; Waring, 
2007).  
 
Such countervailing pressures have complex implications in areas reliant upon professional-
managerial hybrids (Noordegraaf, 2015). µHybrid manager¶ is typically used to describe 
³LQGLYLGXDOVZLWKDSURIHVVLRQDOEDFNJURXQGZKRWDNHRQPDQDJHULDOUROHVUHTXLULQJWKHPWR
PRYH EHWZHHQ GLIIHUHQW RUJDQL]DWLRQDO JURXSV´ &URIW HW DO., 2014: 1). In healthcare, this 
normally refers to doctors, nurses and other allied health professionals (AHPs) moving into 
team leadership and/or switching into general management (Fitzgerald and Ferlie, 2000; 
Llewellyn, 2001). In the NHS, such hybrid managers easily outnumber what Buchanan (2013) 
characterizes as non-clinical, µSXUHSOD\¶PDQDJHUV. This reflects a number of advantages they 
possess: being often more effective in reconciling professional needs with managerial 
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requirements (Llewellyn, 2001; Currie and White, 2012; McGivern et al., 2015); spanning 
disciplinary and practice boundaries, building relationships and brokering knowledge (Kislov, 
2014; Burgess et al., 2015); and enjoying greater legitimacy, credibility and, therefore, 
influence when managing fellow professionals (Kitchener, 2000; Dopson and Fitzgerald, 2005; 
Burgess and Currie, 2013).  
 
Such advantages ensure managerial hybridity is pervasive in healthcare (Buchanan, 2013). 
However, such pervasiveness also draws attention to the challenges implicit in the elision of 
clinical and managerial identities (Spyridonidis et al., 2015; von Knorring et al., 2016). Hybrid 
managers face the challenge of drawing upon a range of discourses, narratives and rhetorical 
strategies to create a sense of self and stabilize their role (Czarniawska-Joerges, 1994; Watson, 
2008). They represent a site of intensive identity work, since management identity is a diffuse, 
unstable and ambiguous phenomenon which draws on multiple discourses that may shift over 
time (Watson, 1994; Collinson, 2003; Sveningsson and Alvesson, 2003). 
 
Despite extensive research on hybrid middle managers in healthcare, the question of how they 
view career development and professional status and identity is still relatively unexplored (von 
Knorring et al., 2016). Our knowledge tends to derive from focusing on either doctor-managers 
(e.g. Llewellyn, 2001; Noordegraaf, 2015) or nurse-managers (e.g. Bolton, 2005; Currie, 2006; 
Currie et al., 2010). We also know little about how different hybrids emerge and how this is 
shaped by experiences across healthcare settings. Here, we seek to go beyond current 
understanding by building on distinctions made between types of hybrid manager (McGivern 
et al., 2015; Spyridonidis et al., 2015), given the various routes and motivations for  accepting 
a hybrid position. This approach involves recognizing that hybrid managers have different 
career trajectories and perform roles in diverse organizational settings (cf. Dopson et al., 2008). 
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As such, it is important to gain a more situated and dynamic XQGHUVWDQGLQJRIK\EULGPDQDJHUV¶
aspirations, their career options, and how they seek to reconcile clinical and managerial 
identities. 
 
We therefore LQYHVWLJDWHK\EULGPDQDJHUV¶RULHQWDWLRQVWRZDUGVWKHLUDFWLYLWLHVDQGUROHVFDUHHU
development and professional status, and explore how these orientations have been, and are 
EHLQJ VKDSHG E\ PDQDJHUV¶ RFFXSDWLRQDO EDFNJURXQGV DQG RUJDQL]DWLRQDO H[SHULHQFes. We 
focus upon career narratives to gain insight into hybrid mDQDJHUV¶identification with particular 
professional/managerial groups (Knights and McCabe, 2003).  Studying managers in the 
English healthcare system, the research employs the concept of identity work to explore how 
hybrid managers make sense of their careers and construct their own emerging sense of 
occupational identity (Alvesson et al., 2008; Alvesson, 2010; Brown, 2015; Watson, 2008). 
This allows us to consider how clinical and managerial identities have co-evolved ± or 
coalesced or fractured ± in the light of professional development and organizational 
experiences. We explain what this means for a more QXDQFHGLQWHUSUHWDWLRQRIµK\EULGLW\¶LQ
healthcare management when account is taken of the variety of managerial career trajectories 
and range of organizational circumstances encountered.  
 
Hybrid managers in healthcare 
 
Given their importance to contemporary healthcare organizations (Buchanan, 2013) and the 
integration challenges such organizations face, it is unsurprising hybrid managers have 
provoked interest. They have been considered important in bridging the clinical-managerial 
divide (Llewellyn, 2001) and brokering knowledge across multi-disciplinary teams (Currie and 
White, 2012; Burgess and Currie, 2013; Ferlie et al., 2013). As such, they act as boundary 
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spanners who connect clinical and managerial communities of practice (Fitzgerald & Dufour, 
1997; Fitzgerald & Ferlie, 2000; Kislov, 2014). Hybrid managers also play a potentially 
important role in translating management initiatives into practice (Currie, 2006; Dopson and 
Fitzgerald, 2006; Burgess et al., 2015). 
 
Simultaneously, hybrid managers face many personal and professional challenges (Currie, 
2006; Burgess and Currie, 2013; Croft et al., 2014, 2015). Apart from their comparative lack 
of management training (Iedema et al., 2004) and the practical difficulties of combining clinical 
and managerial workloads (Currie et al., 2010; Kippist and Fitzgerald, 2009), taking on 
management responsibilities implies an attenuation of professional status and identity (Dopson 
1995; Dopson & Fitzgerald 2005; Fitzgerald & Ferlie, 2000; Croft et al., 2014; Noordegraaf, 
2015). Clinicians can find it difficult to reconcile professional norms/values with management 
expectations and organizational goals (Kippist and Fitzgerald, 2009). The choice for them may 
be between retaining a clinical identity (by avoiding management responsibilities), or being 
co-opted into management to develop their career (Dellve and Wikström, 2009; Burgess and 
Currie, 2013).  
 
What this hybridity means for organisations, the power and influence of managers and those 
occupying hybrid roles is contested. On the one hand, it has been suggested that the shift 
towards greater managerialism means professionals in healthcare and other public services 
have been assimilated into management through hybrid roles (Fitzgerald and Ferlie, 2000; 
Currie and Croft, 2015; Noordegraaf, 2015). Consequently, hybridity appears to represent an 
encroachment of managerial control and a weakening of professional power (Davies and 
Harrison, 2003). On the other hand, research suggests limits to the spread of managerialism, as 
powerful professional groups (such as clinicians) can harness management sys
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knowledge to sustain and even increase their professional influence and elite status (Dopson, 
1995; Thorne 1997; Waring, 2007).  
 
At one level, this difference could signify that, while clinicians may have always experienced 
hybridity, the wave of reforms associated with managerialism and marketization in healthcare 
has changed both the scale and character of hybridization ± creating a more complex landscape 
within which hybridity plays out (Fitzgerald and Ferlie 2000). At another level, however, the 
apparent contradiction can also be explained by an error of generalisation ± in treating all 
hybrid management roles as equivalent. As Currie and Croft (2015) suggest, differences in 
professional status and power between doctors and nurse managers, although often glossed 
over in research, have important potential effects on their enactment of hybrid roles. Doctors, 
especially those in powerful organizational positions, have been adept at reconciling and 
channelling competing bases of identity and influence and responding flexibly and creatively 
to different contexts as (senior) hybrid managers (McDermott et al., 2013). Llewellyn (2001) 
GHVFULEHVQRWRQO\KRZWKH\RFFXS\WKHµWZR-ZD\VSDFH¶WKURXJKZKLFKFOLQLFDODQGPDQDJHULDO
needs are mediated and reconciled, but also how they can carve out new identities as medical-
managers ± whose enhanced influence is limited only by their lack of financial expertise. 
Similarly, Iedema et al. (2004) show how doctor-managers can develop complex dialogic 
strategies that effectively weave seemingly incommensurate discourses (clinical, managerial) 
into a seamless narrative.  
 
Nurse hybrid managers depend too upon their clinical background to help bridge the clinical-
managerial divide and engage in strategically important work (Currie, 2006; Burgess and 
Currie, 2013; Burgess et al., 2015). However, research suggests their lower occupational status 
means they tend to rely upon more informal bases of influence (Currie and White, 2012). They 
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may even resort to managerial discourse to help bolster their status and influence (Brooks, 
1999; McMurray, 2010). At the same time, nurse hybrid managers can appear less willing than 
other managers to embrace commercial or entrepreneurial aspects of their role (Bolton, 2005). 
They can also struggle to contain internal conflicts associated with reconciling clinical and 
managerial interests (Croft et al., 2014).  
 
Other research into hybrids identifies greater variation in the types that exist ± beyond nurses 
and doctors, or other fixed roles ± and attempts to capture more of the heterogeneity of 
hybridity in practice. McGivern et al. (2015), in particular, highlight attitudinal differences 
EHWZHHQµLQFLGHQWDOK\EULGV¶± whose primary interest is clinical work ± DQGµZLOOLQJK\EULGV¶
who are more likely to embrace their managerial role and identity. While this differentiation 
provides greater appreciation of the diversity of managerial hybrids, there is limited value, 
however, in simply subdividing the hybrid manager role into binary categories. What is needed 
is research which engages fully with the shifting nature of hybrid identity and which looks 
longitudinally at the process by which identity emerges and is influenced by the interplay of 
professional/occupational background and organizational experiences.  
 
We argue there is a need to attend to the transition to hybridity and how this is associated with 
the reconciliation of professional and managerial identities (Croft et al., 2014, 2015; Currie and 
Croft, 2015). It LVUHFRJQL]HGWKDW³WKURXJKOHQJWK\HGXFDWLRQDODQGVRFLDOL]DWLRQSURFHVVHV
professionals develop intense connections to their work and come to define themselves with 
UHVSHFWWRWKHJRDOVYDOXHVQRUPVDQGLQWHUDFWLRQSDWWHUQVDVVRFLDWHGZLWKWKHLUZRUN´5HD\
2017: 1045). Yet only rarely are attempts made to understand how different occupational types 
emerge in the transition from clinical professional to hybrid healthcare manager. Spyridonidis 
et al. (2015) provide one exception, in differentiating between SK\VLFLDQVZKRDUHµLQQRYDWRUV¶
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µVFHSWLFV¶RUSDUWRIWKHµODWHPDMRULW\¶LQWDNLQJXSK\EULGFOLQLFDO-managerial roles. Drawing 
upon the concept of identity salience (Ashforth, 2001), they examine SK\VLFLDQV¶UHDFWLRQVWR
greater management responsibilities as a dynamic process, noting how the transition involves 
shifts between nested identities and/or the acceptance of a new hybrid identity. Similarly, Ferlie 
et al. (2013) use the concept of identity work to show how senior clinical hybrids enact their 
leadership roles, framing and constructing reality over time in ways that help enrol professional 
colleagues in knowledge mobilization initiatives (specifically, evidence based management). 
 
Other research points to a long period of transition, such that clinical identity retains a stronger 
influence upon the self-image and actions of hybrid managers than any recently-acquired 
managerial identity ± with HYHQµZLOOLQJK\EULGV¶ (McGivern et al., 2015), or those for whom 
managerial identity has some salience, tending to default to a clinical perspective on 
management issues (Iedema et al., 2004). According to von Knorring et al. (2016: 430), even 
though doctor hybrid managers draw upon both clinical and managerial discourses, the former 
WHQG WR GRPLQDWH DQG FDQ WKXV UHQGHU PDQDJHULDO LGHQWLW\ HIIHFWLYHO\ µLQYLVLEOH¶ :KLOH WKH
question remains as to whether or not this ultimately reinforces the stratification of power in 
healthcare ± potentially favouring medical staff over managers (cf. Currie et al., 2009) ± at the 
level of management practice, it does suggest there are varying trajectories along which 
hybridity emerges and develops and that these are strongly influenced by the interplay of 
personal career aspirations and organizational circumstances (cf. Noordegraaf, 2015).  
 
The above discussion suggests the need to be mindful of how K\EULGPDQDJHUV¶positioning 
within hierarchies, combined with their professional status as doctor or nurse (Currie and Croft, 
2015), shapes career trajectories and emergent professional/managerial identity. We currently 
lack knowledge DERXWKRZWKHFRQVWUXFWLRQRIK\EULGPDQDJHUV¶LGHQWLWLHVLVLQIOXHQFHGE\WKH
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interplay of personal experience and organizational circumstances, and how this is reflected in 
the development of management careers (cf. Watson, 2008). Research which explains the 
various ways in which hybridity develops is invaluable (Noordegraaf, 2015; Spyridonidis et 
al., 2015). What is currently lacking is greater in-depth examination of the identity transitions 
of different types of hybrid manager. To address this shortfall, we draw on the concept of 
µLGHQWLW\ZRUN¶Sveningsson and Alvesson, 2003) as a means to capture the heterogeneity, 
complexity and fluidity of occupational identity while elucidating the temporal dimension of 
identity formation, on one hand, and contextual influences on the other.  
 
Hybridity, identity work and career narratives 
 
Recent work on managerial identity has moved from understanding it as a fixed, stable and 
coherent concept to emphasizing its situated and changing character (Watson, 2008; Collinson, 
2003; Sveningsson and Alvesson, 2003; Brown, 2015). Managers are a fragmented 
occupational group whose work takes place across diverse settings. They also lack any 
common set of professional norms, standards and practices or system of professional 
accreditation (Watson, 1994). To give meaning to their work and role, managers tend to draw 
instead upon a variety of alternative and sometimes competing bases of identification 
(professional, organizational, personal). This represents a move away from exploring the nature 
of fixed identities and towards emphasizing the processes and practices of identification 
(Knights and McCabe, 2003). Managers mobilize a potentially wide range of discourses, 
narratives and rhetorical strategies to help create a sense of self and stabilize their role (e.g. 
Czarniawska-Joerges, 1994). At the same time, the likelihood that such discursive resources 
have ambiguous or conflicting meanings ensures that managers struggle to establish a clear 
sense of identity (Sveningsson and Alvesson, 2003). Management identity is therefore best 
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understood as a provisional and negotiated accomplishment (Collinson, 2003; Alvesson et al., 
2008), involving intensive identity work (Sveningsson and Alvesson, 2003; Alvesson, 2010: 8-
9). 
 
For hybrid managers, who face the need to reconcile different agendas in their day-to-day work, 
this struggle is arguably even greater and perhaps more likely to result in intense identity work 
to create a coherent self-image. Individuals who are caught between, or expected to inhabit, 
two worlds simultaneously, can be described as being in a liminal position (Beech, 2011). Such 
liminality may be temporary, as people move from one role to another ± through promotion or 
change of career direction, for example (Tansley and Tietze, 2013). However, for managers in 
hybrid roles, whose remit requires a more continuous effort to combine managerial and other 
professional interests, the tension is more permanent (Paton and Hodgson, 2016; Barber et al, 
2017). It requires constant and intense identity work, and many may struggle to reconcile 
competing demands, both in their everyday conduct and in pursuing a coherent sense of self 
(Croft et al., 2014). Managers may respond in a variety of ways ± by privileging one aspect of 
identity over another, or attempting to reconcile different assumptions and meanings. Given 
these complexities, it becomes even more important to recognize the diffuse, fluid and 
accomplished nature of hybrid managerial identity.  
 
Recent explorations of identity work have therefore stressed not just the influence of 
organizational and extra-organizational sources of meaning, but also how these relate to 
PDQDJHUV¶RZQVHOI-identities and how balancing the two can impact upon identity construction 
(Ibarra, 1999; Kreiner et al., 2006). According to Watson (1994, 2008), managers are not only 
engaged in constructing their own identity, they also face the challenge of reconciling their 
self-concept with extraneous sources of meaning that circulate through professional and 
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organizational discourses (Kreiner et al., 2006). Watson (2008: 128) characterizes this as 
EXLOGLQJDEULGJHEHWZHHQPDQDJHUV¶ VHOI-identity and external, discursive social-identities. 
Consequently, it becomes important to understand how individuals respond to (changing) 
organizational circumstances and institutional pressures (Ibarra, 1999; Kreiner et al., 2006).  
 
Context, therefore, and its interpretation, is again vitally important in understanding the 
formation of identity (Ferlie et al., 2013; McDermott et al., 2013). In institutionalized and 
professionalized environments, such as healthcare, one might expect organizational demands 
and professional requirements to strongly influence managerial identification. McDermott et 
al. (2013: S94), for example, SRLQW WR FRQWH[W DV ³dynamic situational opportunities and 
FRQVWUDLQWV WKDW VKDSHEHKDYLRXURU LPSDFWHYHQWV´ and explore the affordances of different 
contexts and the skills of individual agents in shaping a variety of possible roles. In a landscape 
as complex and changing as healthcare, it is important therefore to consider what freedom of 
action managers may have to accept, manipulate or even resist organizational and other 
institutional pressures to conform to particular expectations of their role or identity (Watson, 
2008; Brown, 2015: 26).  
 
7DSSLQJLQWRPDQDJHUV¶LGHQWLW\ZRUN, as expressed through the narrative self-identities they 
present (Sveningsson and Alvesson, 2003), is thus an important way of appreciating how 
hybrid managers understand themselves (Czarniawska-Joerges, 1994; Watson, 2009), and how 
this sense-making is shaped by, and in turn shapes, their circumstances (cf. Weick, 1995). 
Identity work is often revealed in career narratives through which managers seek to make sense 
of their career progression (Ibarra and Barbulescu, 2010). Such narratives help capture the 
socialization processes associated with starting careers and/or joining organizations (Ibarra, 
1999; Ashforth, 2001). They also help capture enduring efforts to make sense of managerial 
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roles and organizational expectations (Weick, 1995). Career narratives can, of course, overlook 
what has been a more fragmented set of career changes (e.g. Learmonth and Humphreys, 2012). 
Nevertheless, they can yield important insights into how managers relate to particular 
constructions of identity and the actions they take to build upon synergies or resolve 
contradictions. Furthermore, their inherently retrospective or longitudinal nature helps provide 
insight into how changing contextual conditions might consolidate, or fracture, hybrid 
PDQDJHUV¶sense of identity throughout the course of their careers.  
 
In what follows, we explore the career trajectories of different kinds of hybrid manager in 
healthcare and examine how these have been shaped by the conditions faced. The career 
narratives presented reveal a much more nuanced picture of career development and 
managerial identity than in the dualisms commonly used to contrast clinician and manager, or 
willing and incidental hybrid. Through examining how orientations to management relate to 
career development, and how these are infused with processes of sense-making (cf. Watson, 
2008), the paper contributes to understanding hybridity in healthcare management by pursuing 
two inter-related questions. First, what is the range of orientations to management found 
amongst hybrid managers as reflected in their career development narratives? Second, how has 
WKLV EHHQ VKDSHG E\ PDQDJHUV¶ RFFXSDWLRQDOSURIHVVLRQDO EDFNJURXQGV DQG RUJDQL]DWLRQDO
experiences?  
 
Research methods 
 
To explore these questions, data is drawn from an NIHR (National Institute of Health Research, 
UK) funded study into how managers learned, applied and shared knowledge in a variety of 
healthcare contexts. Attention was directed to understanding the career pathways taken by 
managers and how their professional backgrounds and experiences shaped orientations to 
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management. The novelty of the approach lay in the attempt to make sense of identities and 
career development across a diverse mix of managerial role-holders and healthcare 
organizations. 
 
Three hospital trusts, based in the same English region, participated in the study. They were 
selected to represent different types of activity and comprised: a general hospital (Acute); a 
mental health and community services provider (Care); and a hospital offering specialist, 
tertiary care (Specialist). The contextual features which informed our choice included their 
geographical reach, the number of service operation locations, the diversity of services and the 
number of organizations purchasing their services. The Acute trust offered a wide range of 
services centralized in one location, covered a limited (local) geographical area and dealt with 
one commissioner. The Care trust delivered a diverse range of mental health and community 
services with operations distributed in many locations over a large (regional) geographical area, 
contracting with multiple health and social care commissioners. The Specialist trust offered a 
narrow range of highly specialized services mainly from one central location to patients spread 
across a very wide (regional and national) geographical area, and dealt with multiple 
commissioners. 
 
Within each trust/hospital, managers were selected on the basis of a framework that 
differentiated three broad clusters ± clinical, general and functional (see Figure 1). Within each 
cluster, managers were sampled purposively across a range of operational and functional areas. 
They were selected for interview if they met a definition of µmiddle manager¶WKDWSODFHGWKHP
at least two levels up or two levels down the formal managerial hierarchy (McConville, 2006: 
639). 
 
FIGURE 1 ABOUT HERE 
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Semi-structured interviews, conducted by at least two members of the research team 
constituted the core methods of data collection. In total, 68 respondents were interviewed 
(some more than once) and interviews lasted between 1-2 hours (see Table 1 for a breakdown 
by trust and management cohort). 
 
TABLE 1 ABOUT HERE 
 
Interviews were conducted between 2011 and 2013, when some of the largest changes ever 
made to the NHS were being enacted. This shaped the kind of data collected, with questions 
concerning change taking prominence and evoking extensive responses. Rather than being a 
discrete category at the end of the interview schedule, change became the context within which 
all other management activities tended to be portrayed. This drove an analytical focus on how 
PDQDJHUV¶interpretations were shaped by operational, organizational and other pressures they 
faced at the time of research.  
 
All interviews were digitally recorded and transcribed, and supplemented with background 
information on the interview and interviewee. The primary data set consisted of 139 recorded 
KRXUV¶ LQWHUYLHZV  ZRUGV Data were coded and analysed using NVivo software. 
Interview schedules and subsequent coding were organized around five broad themes: career, 
knowledge, relationships, organization, and change. These themes informed the design of the 
schedule and presented an initial coding framework. More detailed coding was then driven 
inductively, through collective coding of a sample of interviews and informed by regular 
meetings of the research team to discuss the emerging analysis, explore contradictions and 
disagreements and develop consensus. Throughout analysis, the coding framework remained 
open to the inclusion of additional categories or deletion/combination of nodes. Following 
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coding, thematic analysis and interpretation of data proceeded with individual team members 
responsible for developing particular axial themes. This process was also iterative, with team 
meetings, presentations and comments on drafts used to ensure accuracy and consistency of 
interpretation. 
 
0DQDJHUV¶career narratives and perspectives on management  
 
Table 2 summarizes the clinical/health backgrounds and qualifications of managers across the 
sample. All clinical managers and most general managers had clinical experience ± with the 
exception of some general managers at the Specialist and Acute trusts. Most managers in the 
VDPSOHLQFOXGLQJVRPHµSXUHSOD\¶FI%XFKDQDQDQGIXQFWLRQDO managers, had at least 
one healthcare or healthcare management qualification (at BSc, PG Diploma or MSc level). 
Amongst clinical and general managers, therefore, hybrid managers were the dominant group, 
outnumbering µSXUHSOD\¶PDQDJHUVby a 4:1 ratio (i.e. 36:9). The following discussion refers 
RQO\WRWKHVHK\EULGPDQDJHUVDQGQRWWKHLUµSXUHSOD\¶RUIXQFWLRQDOFRXQWHUSDUWV 
 
TABLE 2 ABOUT HERE 
 
Hybrid managers were particularly prevalent in the Care trust, where most general managers 
came from a nursing background. Managers with a nursing background were also by far the 
largest number of hybrid managers (21, compared with 9 clinicians and 6 occupational 
therapists and social workers). Most nurse hybrids had developed their careers through the 
nursing grades, before moving into management via senior nursing positions, including ward 
sister and matron. Progression was often associated with gaining experience in a variety of 
clinical domains (particularly in Acute) and/or in different service operations (particularly in 
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&DUH$W WKH6SHFLDOLVW WUXVWQXUVHV¶ LQYROYHPHQW LQ UHVHDUFKand teaching were additional 
routes into management.  
 
Across the sample, motivations for moving into management positions were diverse, as were 
WKH RSSRUWXQLWLHV DYDLODEOH WR VXFK µSURWR-PDQDJHUV¶ LQ GHYHORSLQJ WKHLU FDUHHUV However, 
through coding, it was possible to discern three types of hybrid manager ± aspirational, 
ambivalent, agnostic ± sharing broadly similar career narratives. Table 3 uses quotes from 
respondents in each of these categories to illustrate each type of hybridity and orientation to 
management.  
 
TABLE 3 ABOUT HERE 
 
Career narratives for these exemplars are elaborated through tabulated accounts (Tables 4-6) 
to explore orientations towards, and transitions into, management, as well as circumstances 
shaping the development of their careers. Where appropriate, these accounts are augmented 
with responses from other hybrid managers across the sample. 
 
Aspirational hybrid managers 
Although all hybrid managers interviewed emphasized the importance of clinical background 
and identity, there was little evidence amongst doctors of choosing management as a positive 
career choice. Amongst nurse hybrid managers, the picture was different and, as the accounts 
of Melissa, Hasin and Becky in Table 4 (as well as others) suggest, there were some for whom 
moving into management had always been a guiding ambition.  
 
TABLE 4 ABOUT HERE 
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About half the nurse hybrid managers interviewed either started with aspirations of moving 
into management or decided it was a career path that would help them have a greater impact 
on patient care. For these aspirational nurse hybrid managers (including former matrons), only 
a move into management could provide them with the opportunity to exert greater influence. 
The counterpoint, however, was the absence of an alternative nursing career path; one 
providing opportunities for a management career while still retaining clinical identity. As 
Annette put it:  
 
At the time I was working, there was no career development in nursing, so you were 
either ward manager or went into service management. (Annette, General Manager, 
Specialist) 
 
Such comments on the lack of a dual career path were typical and mirrored those of others 
interviewed, VXFKDV*ORULD$FXWHZKRWDONHGRIWKHµJODVVFHLOLQJ¶it created for nurses. 
 
While there was commonality amongst this group, in their intended (if somewhat forced) 
transitions into management and their internalization of managerial identity, there were 
nuances that signified important contextual differences between the trusts. Overall, 
PDQDJHPHQWZDVVHHQDVDPRUHµQRUPDO¶FDUHHUPRYHIRUDVSLUDWLRQal nurse hybrid managers 
at both the Care and the Acute trust. As Melissa¶VQDUUDWLYH (Table 4) suggests, the greater 
diversity of clinical specialisms and services in the Acute trust put a premium on career 
development through managing inter-disciplinary teams and/or integrating clinical services. In 
WKH&DUHWUXVW+DVLQ¶VQDUUDWLYHDOVRreflects such diversity and the need to integrate operations 
and build/integrate new outreach community services. However, at Care, these challenges were 
often more intra-service than inter-disciplinary; and reflected how managerial development 
through a narrower clinical base (psychology and physiotherapy) and more specific patient 
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group also significantly shaped the demands on, and opportunities available for, aspiring 
managers. As another aspirational hybrid manager noted:  
 
2QHRIWKHWKLQJVWKDWGULYHVPH«>LV@WRIHHOFRPIRUWDEOHZLWKVHUYLFHXVHUVDQGWKDW
I know them. It was a client group I felt I had something to offer « which enabled me 
to do some of the other [management] work I needed to do a bit outside my comfort 
zone. (Beth, Service Manager, Care) 
 
,Q WKH6SHFLDOLVW WUXVW%HFN\¶V DFFRXQW DQGRWKHUV¶ ± see Beryl, for instance) put a strong 
emphasis on their specialism, but also on the wider pathways for development associated with 
opportunities that their specialized clinical work opened up ± through research, private work, 
teaching and wider (institutional) secondments. 
 
All these nurse hybrid managers shared a belief that moving into management was both a 
natural progression and one which allowed them to combine clinical interests with 
opportunities to exert greater executive influence. For some, that ambition had been influential 
throughout their career. As such, they FRXOGEHGHVFULEHGDVµZLOOLQJK\EULGV¶0F*LYHUQHWDO
2015). On the other hand, the absence of any genuine alternative career path through nursing 
meant the only choice was to move into service management. This does not mean that such 
managers were any less aspirational; for there was FOHDU HYLGHQFH RI D GHVLUH WR µPDNH D
GLIIHUHQFH¶)RUH[DPSOH 
 
I felt this job, because it was a clinical service manager post, would be my first proper 
full time operational management role. But also because of the clinical focus it would 
mean I would also have the ability and power to drive the things I felt were important 
± LQWHUPVRITXDOLW\RIFDUH7KDW¶VZK\,FDPHLQWRWKLVUROH%HWK6HUYLFH0DQDJHU
Care) 
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Instead there was evidence this group found it relatively easy to reconcile acquired managerial 
identity with clinical experience through a collective focus on the values of improving patient 
care. However, there were also situational differences in the ways in which they were then able 
to progress their careers. 
 
Ambivalent hybrid managers: nurses  
While many aspirational nurse managers displayed strong intent in the pursuit of a managerial 
career, there were others for whom progression into management was unintentional or 
accidental. More than half of the nurse managers felt this, as did virtually all clinical managers. 
+DUULHW¶VDFFRXQWwas similar to many other nurse hybrid managers¶DFFRXQWV (see Table 5).  
 
TABLE 5 ABOUT HERE 
 
Rather than describing their careers as a chosen pathway with a clear end point, they instead 
considered themselves to have been, as Belinda (Acute) put it, LQWKHµULJKWSODFHDWWKHULJKW
WLPH¶ DQG WKXV DEOH WRGHYHORS WKHLU FDUHHUV partly through a series of incremental steps or 
opportunistic moves.  
 
While the ambition to become managers may not have been strong within this subgroup, their 
identification with management certainly could be. Many were comfortable with their 
progression into management, even where it was unexpected, and this led them to identify with 
management. However, for other, initially more reluctant nurse managers, identification took 
a more circuitous route, involving considerable calculation and/or rationalisation. The 
FDOFXODWLRQVLQYROYHGZHUHH[SUHVVHGYLYLGO\LQ%HOLQGD¶VDFFRXQW 
 
:KHQ,WRRNP\PDQDJHPHQWUROH«,XVHGWRJRKRPHDQGWKLQN*RGZKDWKDYH,
done today. What am I being paid for, this is just ridiculous «[It was] about six months 
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XQWLO,UHDOO\JRWLQWRLW7KLVLVMXVWVLOO\,VKRXOGEHZLWKSDWLHQWV«,VWLOOGLGKDYHD
ELW RI FOLQLFDO ZRUN LQLWLDOO\ EXW LQ WKH HQG \RX MXVW FRXOGQ¶W GR HLWKHU HIIHFWLYHO\
(Belinda, Therapies Manager, Acute) 
 
:KLOHWKHUDWLRQDOL]DWLRQLQYROYHGFRPHVDFURVVVWURQJO\LQ1LQD¶VDFFRXQW 
 
>,ZDV@DVNHGWRFRQVLGHUWU\LQJ>WKHMRE@IRUVL[PRQWKV«6R,WKRXJKWDERXWLWEHFDXVH
I felt very comfortable with the clinical leadership and PDQDJLQJZKDW,¶GGRQHDQG,
felt I'd built up a really good service I was very proud of. My heart was very much in 
that and I'd never considered going into a purely management role, it had just never 
entered my head. So I agreed I would try it for a period of six months, which went to a 
bit longer. I realized that, hey I'm not bad at this; I quite like it as well. (Nina, Divisional 
Lead Nurse, Specialist) 
 
Interestingly, such calculative/rationalized engagement with management was more strongly 
expressed by nurse hybrid managers at the Specialist and Acute trusts. Nurses at Specialist 
tended to be more embedded in, and committed to, specialist clinical domains (e.g. 
FKHPRWKHUDS\DVLQ+DQQDK¶VFDVH1XUVHVDW$FXWHhad more attenuated links with particular 
clinical domains ± having diversified their role into managing multi-disciplinary teams ± but 
still considered their baseline clinical identity to be important. At Care, there was less disparity 
felt between managerial role aQGFOLQLFDOLGHQWLW\$V+DUULHW¶VDFFRXQWVXJJHVWs, it was seen 
as more normal there for nurses to progress seamlessly into general management positions. 
 
Often such moves by nurses into management were prompted by organizational changes 
resulting from reorganizations brought about by wider healthcare reforms and/or growing 
financial pressures. There were important differences in the nature of changes occurring at each 
trust and in the consequent threats and opportunities this created for managers in developing 
their careers. Financial pressures were most strongly felt at the Acute trust (a traditional district 
general hospital). At Care, the integration of a growing, yet highly differentiated, organization 
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was a pressing strategic concern; there were also development opportunities for managers 
associated with the WUXVW¶V expansion into community services, that needed developing or 
bringing in-house. The prestigious work undertaken at the Specialist trust also protected it 
somewhat from financial pressures and associated cuts, and provided opportunities for growth 
through new business development and specialist services provision (e.g. clinical trials).  
 
At the same time, however, while job cuts, management delayering, and functional 
reorganization (especially at Acute and, to some extent, Care) created obvious threats and 
disruptions to managerial careers, they also presented opportunities for nurse managers to 
develop careers through alternative pathways7KLVLVFOHDUO\H[SUHVVHGLQ5R[DQQH¶VDFFount 
of her transition from community-based nursing/midwifery to being an exponent of 
µmodernization¶ ,QLWLDOO\UHOXFWDQW WRHPEUDFHPDQDJHPHQW5R[DQQH¶VDFFRXQWVKRZVKRZ
striking a new managerial identity can be aligned with management initiatives linked to 
performance improvement. In her case, an initial reluctance to become a manager was soon 
transformed into a seemingly deep internalization of, and identification with, management 
values, goals and methods (cf. Waring, 2007). Most noticeably, it was at the Acute trust, faced 
with the greatest financial pressures, where such (internal) performance improvement agendas 
were most prominent and widespread; although conditions at Care also created significant 
(external) opportunities for managers to develop new services or integrate established ones. 
 
Ambivalent hybrid managers: doctors  
The career development of hybrid managers from a medical/scientific background followed 
more of a standard pathway through the clinical grades (from medical degree onwards) and 
there was less evidence of such µnormalized¶ transitions into management. There were however 
exceptions ± such as Bethany at the Acute trust, who described how she µmorphed into a 
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business manager¶ from a clinical role. Nevertheless, for most doctors (like some nurses at the 
Specialist trust), stepping into management was a more cautious affair, as accounts in Table 6 
explain.  
 
TABLE 6 ABOUT HERE 
 
A key concern for many doctors was the challenge in reconciling management responsibilities 
with clinical caseloads and expertise. As Brian (Associate Medical Director, Acute) put it: 
 
The trouble is you have to sacrifice quite a lot of clinical time and maintaining skills 
UHTXLUHVWKDW\RXGRLWUHJXODUO\,I\RXORRNDWWKHMRE,¶YHQRZWDNHQRQ«SUREDEO\D
third of my working week is management time. 
 
7KLVFRXOGFUHDWHVHULRXVGRXEWVDERXWZKDWPRYLQJLQWRPDQDJHPHQWPHDQWIRURQH¶VLGHQWLW\
as a clinician. Indeed, in Table 6, there is clear evidence of such concerns ± particularly in the 
accounts of doctors at Specialist and Acute ±for reasons again linked to their clinical 
specialisation.  
 
At one level, these accounts suggest clinical managers could EHFRQVLGHUHGµLQFLGHQWDOK\EULGV¶
(McGivern et al., 2015), encouraged or cajoled into a managerial role but still strongly 
clinically oriented. However, it was evident too that, as with some nurses (at Specialist and 
Acute) there was more ambivalence than this might suggest about how to reconcile clinical and 
managerial responsibilities, knowledge bases and professional identity. There was also more 
than a hint of rationalization in how they made sense of their move into management. Brian 
went further than most in describing how his transition from reluctant to willing manager was 
accompanied by active embracing of his managerial remit and identity:  
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,WZDVQ¶WDSODQQHGFDUHHUSDWK«2QHRIWKHVHQLRUFRQVXOWDQWVVDLG³\RXNQRZZH¶UH
VWUXJJOLQJWRILQGDFOLQLFDOGLUHFWRUDQG,WKLQN\RX¶GEHWKHEHVWSHUVRQIRUWKHMRE
<RX¶UHJRLQJWRKDYHWRGRLW´$QG,ZHQWKRPHDQGVDLGWRWKHZLIH³RKP\*RG´
And, in all honesty, I did it because, I thought, well, somebody has got to do it and, if I 
say no, how can I expect somebody else to do it?  
 
The first couple of years were YHU\KDUG«7KHUHZDVDORWRIORVWVOHHS « But, at the 
HQGRIPRQWKV,IRXQGP\VHOIFRSLQJRND\«$WWKHHQGRIILYH\Hars, I found I 
ZDVGRLQJLWTXLWHFDOPO\«[Now] I quite like to describe myself as a medical manager. 
%HFDXVH , OLNH WRQRWSUHWHQG ,¶PRQHRI WKH FOLQLFLDQVZKRRQO\GRHV PDQDJHPHQW
UHVHQWIXOO\«,OLNHWRVD\³QR\RXNQRZZKDW",¶PRQHRIWKHEDGGLHV ,¶PRQWKH
RWKHUVLGH´ 
 
In reconciling clinical and managerial orientations/identities, it was clear that contextual 
conditions played an important part7KLVFRPHVDFURVVH[SOLFLWO\LQ5DPHVK¶VDFFRXQW7DEOH
6), in which he explains how internal task and organisational conditions (speciality, location of 
work, cultural values) played an important part in enabling his transition into management. 
Similar contextual factors come into play in other accounts ± notably, 5REHUW¶VUHIHUHQFHWR
income generation possibilities as a significant enabling factor and, in contrast, the inhibiting 
effect of expectations on Brenden to take a more strategic overview. 
 
Agnostic hybrid managers 
Among clinicians, and also some nurse hybrids, there were those strongly disinclined to accept 
the mantle of manager. This tended to be the result of either perceived incommensurability 
between clinical identity and managerial expectations (particularly amongst doctors) or due to 
negative experiences of management that created a desire to return to core clinical competences 
(particularly amongst nurses). Associate Medical Director Brian eloquently RXWOLQHGWKHµFDVH
DJDLQVW¶IURPDGRFWRU¶VSRLQW of view: 
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:KDWDUHWKHLQFHQWLYHVIRUEHLQJDPDQDJHU",W¶VDERXWFKDQJLQJWKHenvironment you 
ZRUN LQ LPSURYLQJ WKH KRVSLWDO PDNLQJ LW ZRUN PRUH HIILFLHQWO\ « >%XW \RX¶UH@
FDUU\LQJRQ\RXUFOLQLFDOSUDFWLFHZKLOHWDNLQJRQDKXJHDPRXQWRIH[FHVVEDJJDJH«
,W¶VQRWILQDQFLDOO\UHZDUGLQJSDUWLFXODUO\7KHRQO\UHZDUGLVVHHLQJWKH department 
HYROYHLQWRWKHNLQGRIGHSDUWPHQW\RXZDQWLWWREH:HOO\RXFRXOGVD\WKDW¶VDJUHDW
LQFHQWLYHDQGLQGHHGWKDW¶VZK\,GRLW%XW,¶PQRWVXUHWKDW¶VDPDVVLYHGUDZIRUD
lot of people. 
 
Nevertheless, there were cases of both doctors and nurses who were at least willing to have 
taken on the role. As Oliver, Chief Pharmacist at Acute, recalled: 
 
I became the manager of medicine and that was an incredibly operational role. I did 
that for two years and that was very much the classical bed pressures, getting people 
out of A&E, [etc]. But I did other things as well, like introduce proper governance 
DUUDQJHPHQWVLQPHGLFLQH«DQGZHWXUQHGPHGLFLQHURXQG,WZDVDJRRGH[SHULHQce, 
and it certainly gives you an insight into organizations and the challenges. 
 
 
For some who had transitioned into management (e.g. from team leader or senior clinical roles), 
WKH XQH[SHFWHG DQG DFFLGHQWDO QDWXUH RI WKH PRYH LQFOXGLQJ µDFWLQJ XS¶ GXULQg re-
organizations, or having to combine managerial work with significant continued clinical case-
loads) had created stress, which could drive them back into clinical work. Justine was one, as 
her account in Table 3 made clear ± although she was also open to managerial challenges 
associated with developing or integrating services:   
  
$EUDQGQHZVHUYLFHZDVEHLQJVHWXS«DQGWKDWZDVDOZD\VDWWUDFWLYHWRPHEHFDXVH
I knew I could «VHWWKLQJVXSDQGLWZRXOGEHVXFFHVVIXO«%XW,ZDVPLVVLQJFOLHQW
contaFW>DQG@WKHFXWDQGWKUXVWRIGDLO\VHUYLFHV«6R,GHFLGHGWRJRIRUWKHSRVWKHUH
«,ORYHLWKHUH,ORYHWKHZRUN 
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For others, it was the intrinsic pressures of managerial work, or the context in which managers 
were expected to act, that left them amenable to, but psychologically rather agnostic towards, 
management. As Modern Matron at Care, Thea, suggested: 
 
I loved managing staff that were easy to manage, but managing staff that were difficult 
to manage was quite a challenge and I was juVWEXUQWRXW«:RUNLQJZLWKFOLHQWVLV
one thing. Managing and working staff that are quite difficult is another and 
emotionally can drain you.  
 
Other nurse hybrids that had encountered stressful experiences, or were simply reluctant to 
become senior managers, tended to displace their career development efforts into more 
diversified nursing portfolios or junior management roles. 
 
While there were many personal and situational factors influencing the orientations of this 
diverse group, the narratives also reveal points reinforcing earlier-noted contextual influences 
on managerial career progression. Notably, the importance of clinical specialism, cross-
disciplinary orientation and performance improvement initiatives at Acute (Oliver);  the 
significance of the user group and building or integrating services at Care (Justine); and the 
variety of avenues available for developing managerial careers at Specialist (Beryl, Table 3). 
As such, they lend further weight to the influence of contextual factors in shaping both 
management careers and identities. 
 
Discussion 
 
There are two, inter-related questions this research addresses. First, how adequately do existing 
conceptions of hybridity capture the orientations to management and career transitions amongst 
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healthcare managers? In other words, how useful are static, dualistic frameworks for 
understanding multifarious, emergent and dynamic hybrid management identities (cf. 
McGivern et al., 2015; Spyridonidis et al., 2015)? Second, how have these identities been 
VKDSHGE\PDQDJHUV¶RFFXSDWLRQDOSURIHVVLRQDOEDFNJURXQGVDQGRUJDQL]DWLRQDOH[SHULHQFHV 
(cf. Dopson et al., 2008; Noordegraaf, 2015)? While existing work examines situated 
managerial action (e.g. Currie and White, 2012), it often presumes healthcare managers face 
similar or identical organizational/institutional settings and thus underestimates the impact of 
diverse circumstances/experiences on K\EULGPDQDJHUV¶emergent management identity. 
 
Taking the first research question, what the interview data highlights is greater variability in 
experience, career transitions, and orientations to management than suggested in work framing 
hybridity as a dichotomy between types of manager. While it is important to avoid the other 
extreme ± WKDWHDFKPDQDJHU¶Vprofessional experience is unique ± this analysis has identified 
three main identity narratives ± aspirational, ambivalent and agnostic ± that capture much of 
this variation. In addition, further variance is highlighted within each narrative, reflecting 
differences between doctors and nurses in their orientations to management as a career and 
source of professional identity (see Tables 3-6). 
 
What these narratives suggest is a more complex, layered and dynamic set of orientations to 
hybridity than are presented in current research offerings. As useful as existing dichotomies 
are for understanding general tendencies, they do not capture the subtle nuances associated 
with quite different career development trajectories. These differences reflect not only whether 
moves into management are aspirational (a desired goal), ambivalent (involving mixed 
feelings) or agnostic (characterized by doubt), but also whether the transition into management 
is more intended or accidental and more linear or circuitous (and with what effects). As such, 
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they present a more nuanced, ethnographically-inspired picture of the micro-dynamics of 
transition across multiple, internal occupational boundaries that is often called for in research 
on contemporary careers (Rodrigues and Guest, 2010; Inkson et al., 2012).  
 
In addition, the analysis has captured what this means for hybrid PDQDJHUV¶LGHQWLILFDWLRQZLWK
management and how this varies between doctors and nurses. In doing so, it has surfaced some 
differences in perspective of those with varying hierarchical roles and occupational longevity. 
Importantly, the data signify differences in the levels of internalization of management identity: 
from full identification and commitment in the case of many aspirational nurse hybrids; to more 
LQFUHPHQWDO DQG µQRUPDOL]HG¶ WUDQVLWLRQVE\RWKHUPRUHDPELYDOHQWQXUVHK\EULGV WRPRUH
calculative involvement and/or rationalization in the case of most (ambivalent) doctors and 
some equally strongly clinically-oriented (frequently senior) nurses; to reluctant acceptance 
and even resistance by some (agnostic) doctors and nurses. 
 
Two points are worth emphasizing. First, while the orientations of doctor-managers and other 
hybrids (notably nurse managers) suggest broad differences, there are also some similarities 
when it comes to understanding managerial orientations. Clinicians may be broadly more 
reluctant (RUµLQFLGHQWDO¶) and nurse managers more committed (or µZLOOLQJ¶) hybrid managers. 
However, this is by no means clear-cut. Both groups are as likely to fall into the category of 
ambivalent managers who are, in different ways, assimilated into management. It is this 
category of hybrid manager perhaps in which the most interesting sense-making processes of 
acceptance, calculation and rationalization occur, and where internal struggles over managerial 
and clinical identity appear to play out most fully (cf. Croft et al., 2014, 2015). Managers 
located on other parts of the spectrum (aspirational or agnostic) were clearly aware of the 
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tensions but much less likely to suffer the discomfort of trying to reconcile their clinical and 
managerial identities. Instead, they either embraced their managerial identity or rejected it.  
 
Second, there is an inherent fluidity in hybrid managerial identity formation that is difficult to 
ascertain from static categorizations of hybrid type. Instead, account needs to be taken of how 
orientations to management evolve over time and in relation to changing circumstances 
(Noordegraaf, 2015). This is most clearly shown in the career narratives of those doctor and 
nurse hybrids whose initial orientations to management were more reluctant and critical, but 
who came to embrace their role and influence as managers (notably Brian, but also Belinda, 
Roxanne, Nina and to some extent, Ramesh). Having reluctantly cloaked themselves in a 
managerial role, such clinicians were not only able to rationalize their move into management, 
but were also able to reconcile, through practical engagement, what they originally considered 
to be quite distinct logics, knowledge bases and professional identities. This is also apparent in 
the tendency for nurse hybrids to legitimize their engagement with management through 
adopting discursive strategies that draw upon managerial agendas of service improvement, 
modernization and the like (e.g. Roxanne). In both cases, there was a sublimation of what 
management represented into activities that could be seamlessly linked to improvements in 
patient care (cf. McDermott et al., 2013). The subsequent creation of an over-arching narrative 
thus helped to reconcile clinical and managerial forms of identity (cf. Currie and Croft, 2015). 
Interestingly, it was mainly those at the Acute trust that these felt tensions were commonly 
rationalized in this way. For those whose careers had developed at Care, transitions into 
management were seen as more natural or normalized, even for doctors like Robert. At 
Specialist, there was a sharper differentiation between clinicians and management, which led 
to a more conscious acceptance of the role by doctors such as Brenden, if not at first by nurses 
such as Nina. More generally, these differences in the perceived flexibility and permeability of 
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RFFXSDWLRQDO ERXQGDULHV YDULRXVO\ HQDEOHG RU FRQVWUDLQHG LQGLYLGXDOV¶ K\EULG PDQDJHment 
career aspirations and trajectories (cf. Inkson et al., 2012).   
 
This leads to a further series of points about the effects of context that relate to the second 
research question. The accounts suggest there were important ways in which distinct 
organizational contexts shaped the opportunities and constraints afforded to hybrid managers. 
Despite having much in common in career development ± particularly the importance attached 
to experience across divisional boundaries and in outreach activities ± hybrid manager 
legitimacy and credibility was based upon different constellations of factors. Patient group 
features and external service building or internal service integration processes were important 
in shaping career orientations at Care; experience of multiple clinical domains and an 
orientation to service improvement and cross-disciplinary team-working were important at 
Acute; and specialist clinical knowledge and an orientation to medical science research and 
teaching activities were significant at Specialist. In all three cases, professional (clinical) 
experience was an essential element in the professional make-up of hybrid managers. However, 
expectations of continued professional practice and patterns of career progression varied 
depending upon their alignment with the type of health care delivered and local organizational 
strategies and circumstances.  
 
Consequently, a range of organisational circumstances come into play in shaping the nature 
and response to clinical/managerial hybridity. These include: the nature, range and diversity of 
clinical specialisms and patient groups; the differentiation of services provision (geographical 
and organizational) and associated integration challenges; the susceptibility of the service to 
financial and other pressures associated with wider healthcare reforms; and organizational 
strategies adopted by the organizations concerned (of growth, diversification, cost reduction, 
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modernization, etc). Such effects might be direct (as in the case of financial cuts); or indirect 
(through impact on organizational structural/cultural attributes). Crucially, though, they did not 
simply constrain hybrid management identity, they also provided opportunities for individuals 
themselves ± particularly those with more power and influence ± to shape their own approach 
to hybridity as it pertained to their particular context (cf. McDermott et al., 2013). 
 
This is not meant to suggest a breakdown of traditional professional and managerial career 
paths, as it was clear from the ambivalence and agnosticism shown in many accounts that more 
bounded professional career paths still exerted a very strong influence (Inkson et al., 2012; 
Rodrigues and Guest, 2010). It was clear too that there were differential effects that, instead of 
obscuring or lessening existing status and power differentials (e.g. between doctors and 
nurses), tended to reflect and reinforce them. However, it does suggest the emergence of more 
flexible and permeable boundaries that provided opportunities for hybrid managers to develop 
their identity and careers in often quite distinct ways. 
   
Whatever the precise implications for the development of professional management 
capabilities, the general observation is that variable conditions require a more nuanced 
interpretation of hybrid managerial identity ± one VHQVLWLYHWRWKHLQWHUSOD\RIPDQDJHUV¶VHOI-
identities and the influence of institutional and organizational conditions in which they are 
embedded (and which, in turn, feed into their interpretation of management activities and roles 
and their in situ development over time).  
 
Conclusion 
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This paper has unpacked the concept of hybrid manager with reference to the healthcare sector. 
It has suggested a more variegated, contextualized and dynamic interpretation of what it means 
to become and be a hybrid manager, and demonstrated how a situated analysis is vital in 
understanding the nature, enactment and evolution of the role. It has particularly emphasized 
how managerial orientations vary widely amongst hybrid managers and how doctors and nurses 
may diverge, but also converge, in important respects with regard to clinical/managerial 
identities. Factors such as professional background and experience, as well as relative 
organizational position and longevity are therefore of importance. 
 
What the effects of different organizational circumstances and experiences also suggest are 
that different types of healthcare organization ± and their associated systems and cultures ± 
may enable or inhibit the development of diverse types of hybrid manager (cf. Dopson et al., 
2008). Organizational and extra-organizational influences were clearly important in shaping 
managerial careers and orientations towards management. Such changes variously created or 
disrupted internal and external career development pathways and could thus constrain, enable 
or punctuate career choices and trajectories for particular individuals and groups (cf. Inkson et 
al., 2012).  
 
The paper has, of course, drawn upon accounts of hybridity in only three healthcare settings. 
Although these were selected to provide variation in healthcare organization, more research is 
needed to ensure the full range of potential mediating influences across different types of 
setting has been captured. Research might also usefully chart more systematically the likely 
effects of these and other influences on shaping PDQDJHUV¶HPHUJLQJK\EULGLW\ and professional 
identity and how these relate to established organizational typologies (e.g. Lam, 2000). 
However, in identifying and examining career trajectories in relation to various types of hybrid 
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manager and in exploring those differences across diverse types of healthcare setting, an 
important start has been made here in showing how hybridity is more complex and dynamic 
than often portrayed (cf. Noordegraaf, 2015).  
 
This has a number of important implications for understanding the trajectory of change in the 
management of healthcare organizations, particularly given the challenges facing healthcare 
management in the current context (Hyde et al., 2016). the spread of managerialism within the 
sector (Davies and Harrison, 2003) and growing expectations on (hybrid) managers to exercise 
more leadership in dealing with the pressures to improve efficiency and cost effectiveness as 
well as deliver more effective patient care (e.g. Bresnen et al., 2015). For example, one might 
expect hybridity to be not only a potential benefit for, but also a more significant challenge to 
the management of organizations such as traditional general hospitals. In other healthcare 
settings, the emergence/enactment of hybrid management roles may be no less a personal and 
professional challenge, but rather easier to align with organizational strategies, structures and 
cultures. By the same token, one might expect contemporary changes in healthcare to have 
important implications for the extent to which hybrid managers are able to meet the challenges 
which face them. In sum, whatever the precise scenario and effects of (and effects on) hybrid 
managers, it is clear that the concept of hybrid managerial identity needs to take greater account 
of its variegated, situational and dynamic qualities to present a more complete picture of what 
it means to become and to be a hybrid manager. 
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Figure 1: Manager selection framework 
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 Table 1: Interviewees by management group and by trust 
 
Clinical 
managers 
General 
managers 
Functional 
managers 
Total 
participants 
Total 
interviews 
Acute Trust 5 8 7 20 22 
Care Trust 7 12 6 25 33 
Specialist Trust 6 9 8 23 30 
Total 18 21 29 68 85 
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Table 2: Clinical backgrounds and qualifications 
Trust Cohort Numbers with 
clinical 
backgrounds 
Clinical 
qualifications or 
PhD  
BSc/Dip/MSc 
healthcare 
qualifications  
Total 
in 
cohort 
Acute Clinical 2 Doctors  
2 Nurses 
1 Scientist 
2 MD 
2 RGN1 
1 PhD 
} 
}2 
} 
5 
 General 1 Nurse 
4 AHPs 
1 SRN2 
- 
}10 
} 
8 
 Functional 1 Nurse 1 RGN 1 7 
Care Clinical 2 Doctors 
3 Nurses  
2 AHPs  
2 MD 
2 RGN + 1 RMN3  
- 
} 
}10 
} 
7 
 General 10 Nurses  
2 Social workers 
7 RMN + 3 RGN 
- 
}9 
} 
12 
 Functional  - - 1 6 
Specialist Clinical 1 Doctor 
3 Nurses 
1 AHP 
1 Scientist 
1 MD 
3 RGN 
- 
1 PhD 
} 
}5 
} 
} 
6 
 General 3 Nurses 
2 Scientists 
1 BSc +2 RGN 
- 
}3 
} 
9 
 Functional 1 Scientist 1 PhD 3 8 
Total  42 31 44 68 
1 Registered General Nurse; 2 State Registered Nurse; 3 Registered Mental Nurse 
  
43 
 
Table 3: Career narratives: Hybrid manager types and exemplars by trust 
µ7\SH¶ Narrative Acute trust exemplar  Care trust exemplar Specialist trust exemplar  
Aspirational Nurses 
ambitious to 
progress into 
management 
and keen to 
make a 
difference  
Melissa, Associate Director: 
I quickly recognized that I wanted to work at a 
more VHQLRU JUDGH « , ZDV LQ DQ DFXWH ZDUG
ORRNLQJDIWHUVWURNHSDWLHQWV,KDGDWHDP«DQG
WKHWHDPZRUNHGZHOO«,VWDUWHGWRWKLQNdo you 
know, this is great «but if I want to do this on a 
bigger scale then I'm going to have to think 
differently. That's when the seed was planted. 
Hasin, Operations Manager: 
The seed around management « was planted 
ZKHQ , ZDV VWLOO ZRUNLQJ « DV D >VHQLRU@ VWDII
QXUVH«:KHQ,ZHQWLQWRDFXWHVHUYLFHVRQHRI
my colleagues « [said] "you seem to have the 
right aptitude to be in management".  It was just 
an observation. %XW « LW ZDV D VHHG WKDW ZDV
planted. 
Becky, Service Manager: 
I did two years on the wards and worked in 
chemotherapy, radiotherapy and combined 
VHUYLFHV«,¶G had a lot of work experience so I 
didn't want to just work for x number of years and 
EHFRPH D ZDUG VLVWHU DQG « ZDUG PDQDJHU ,
wanted a management pathway ... I have always 
wanted to be in a leadership role.  
Ambivalent  Nurses 
comfortable 
with and/or 
adaptable to 
management  
Roxanne, Programme Manager: 
:HQWLQWRQXUVLQJ/RYHGLW«,MXVWZDQWHGWRJHW
PRUHLQWRPDQDJLQJDVHQLRUFOLQLFDOUROH«,ZDV
EHLQJHQFRXUDJHGWRJRLQWRGLUHFWRU¶VUROHV«%XW
GHFLGHGWKDW,OLNHWKHGHWDLO,GLGQ¶WZDQWWKDWhigh 
OHYHORYHUDUFKLQJUROH«,OLNHGJHWWLQJLQYROYHG
ZLWK « LPSURYLQJ SDWLHQW FDUH 6R LW UHDOO\
challenged me about where I wanted to go next in 
my career. 
Harriet, Operations Manager: 
I moved into a senior management role and it was 
by accident because I was managing the 
FKLOGUHQ¶VDQGDGXOW¶VDQGIRUHQVLFWHDPDQGZH
KDG WZR IDLOLQJ « UHVLGHQWLDO VHUYLFHV ERWK
VXEMHFW WRH[WHUQDO UHYLHZV«,WZDVDFDVHRI: 
this service is failing we need to put a turnaround 
WHDPLQZLOO\RXKHDGWKDWXS"6RWKDW¶Vwhat 
we did. 
Hannah, Service Manager: 
,¶YHQHYHUKDGDFOHDUYLHZRIZKHUH,ZDQWHGWR
HQGXSUHDOO\,¶YHWDNHQRSSRUWXQLWLHVZKHQ,¶YH
wanted to take them if the opportunities arise and 
, IHOW LQWHUHVWHG LQ « I take the stance: if 
somebody else did it, do you feel you could do 
WKH VDPH RU D EHWWHU MRE" « 7KLQJV KDYH MXVW
HYROYHGUHDOO\DV,¶YHJRQHDORQJ 
Doctors 
persuaded 
into, and not 
averse to, 
management 
Ramesh, Clinical Director: 
I was not willing to relinquish my clinical 
FRPPLWPHQWVXQWLO,ZDVFRPSOHWHO\VXUH«So I 
took it as an additional responsibility that was an 
added pressure. HDYLQJVDLGWKDW,UHDOLVHG\RX¶UH
able to do more when there is pressure. You 
function better. You are more planned, more 
organised because time [is] precious. 
Robert, Clinical Director: 
As lead consultant «>,@ have to maintain two 
YHU\RSSRVLQJ IRUFHV«2QRQHKDQG ,¶YHJRW
the Trust saying this needs to be done, we need 
to trim down on that level of input. On the other 
side, ,¶YHJRW WKHSDWLHQWVLGHDQG WKHFDUHUV«
[wanting] the best patient care. You do find 
yourself in the middle being pulled both ways. 
Brenden, Divisional Director: 
What can happen in medicine and «it happened 
in my area is, you specialise in your clinical 
subject, you get your consultant job and your 
KHDG LV LPPHUVHG LQ WKDW« Then suddenly the 
Trust knocks on your door and says do you mind, 
can you spare a few minutes? And you find 
yourself [experiencing] an abrupt change.   
Agnostic Doctors / 
nurses more 
sceptical 
about 
management 
or deterred 
from it 
Oliver, Chief Pharmacist: 
Being a general manager is not a career I want to 
SXUVXH,¶YHZRUQWKH7-shirt and I can look anyone 
LQ WKH IDFHZKR¶VGRQHPHGLFLQHDQGV\PSDWKL]H
with them. But to me pushing beds round or asking 
SHRSOHWRVHHSDWLHQWVWRVWRSDEUHDFKUHDOO\LVQ¶W
my thing. 
Justine, Service Manager: 
, EHFDPH D VHUYLFH PDQDJHU « DQG , ZDV VWLOO
carrying a caseload of 100. I did that for about a 
year and I found that ,FRXOGQ¶WGRLW,ZDVTXLWH
LOOGHSUHVVLRQKDQGHGP\QRWLFHLQGLGQ¶WKDYH
DQ\ZKHUHWRJR«DQGWKHQWKH\DVNHGPHWRVWD\
on in a consultative role when I returned from 
sick. 
Beryl, Divisional Lead Nurse: 
I went for Nurse Consultant [because] I wasn¶W
sure which way my career wanted to go. I looked 
DW PDQDJHPHQW , ZDVQ¶W VXUH /RRNHG DW
UHVHDUFK ZDVQ¶W VXUH /RRNHG DW HGXFDWLRQ «
>EXW@ « HGXFDWLRQ IXOO-WLPH ZDVQ¶W WKH ULJKW
WKLQJ , DSSOLHG IRU D UHVHDUFK EXUVDU\ « %XW
DJDLQSXUHUHVHDUFKZDVQ¶Wme either. 
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Table 4: Career narratives: Aspirational hybrid managers  
Acute trust exemplar  Care trust exemplar Specialist trust exemplar  
Melissa, Associate Director: 
An opportunity arose for me to become a team leader for 
[an elderly person's LQWHJUDWHG FDUH VHUYLFH@ « , KDG D
bigger team; it wasn't just physios, it was a multi-
professional team, and there was psychology and various 
different disciplines involved. [I] started to manage the 
team, but also had [a] clinical caseload. 
The therapy mDQDJHUMREFDPHXS«DQG,ZDVVXFFHVVIXO
in getting that position. And I loved it, because being able 
WRPDNHDGLIIHUHQFHRQDELJJHUVFDOHZDVWKHUH« [The 
'LUHFWRU@«KDGDELJSDWFK«EXWKHDOVRKDGIDFLOLWLHV«
So he created a new structure and he sDLG³,ZDQW\RXDV
my deputy, and I want you to manage the laboratory as well 
>DQG@NHHSWKHUDSLHV´«6RWKDW
VZKDW,GLGDQG,ZDVWKH
Deputy Divisional Manager. 
Hasin, Operations Manager 
There were a number of opportunities coming up around 
A&E services. Mental health establishments were asked 
to develop A&E servicHV«DQGDQRSSRUWXQLW\FDPHXS
WRDSSO\IRU«D*JUDGHUROH«WRGHYHORSWKDWVHUYLFH
«,WZDVYHU\PXFKDFOLQLFDOUROHZLWKVRPHPDQDJHULDO
role « The managerial element was very much aroXQG«
setting up care pathways, agreeing the service model and 
providing supervision.  
In 2004, there was a real crisis for our drug and alcohol 
VHUYLFHV « , ZDV DSSURDFKHG E\ RQH RI WKH VHQLRU
PDQDJHUVDQGDVNHGLI,ZRXOGJRDQGSURYLGHFRYHU«
The only JUDGHWKDWWKH\KDGZDVDQ,JUDGH«>DQGVR@,
joined them as an acting senior service manager 
 
Becky, Service Manager: 
I wanted to work somewhere where there was excellent 
cancer care.  But I also wanted to understand why people 
get cancer.  That's why I ZHQW LQWR UHVHDUFK7KHQ« ,
started to see that the hospital had failings in areas around 
patient experience and wanted to make some 
improvements in the pathways for patients. 
I wanted to branch out into some form of management and 
there were quite a few opportunities in [cancer] trials «
An opportunity came up [for] secondment for a year, 
looking at [improving] patient experience and patient 
SDWKZD\V « 6HUYLFH PDQDJHPHQW ZDV VRPHWKLQJ , «
hadn't done before. But the senior management team here 
thought: you've led on these projects, you've done all this 
operational change, you know a lot of people « That's 
how I got into this service management position. 
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Table 5: Career narratives: Ambivalent hybrid managers (nurses) 
Acute trust exemplar  Care trust exemplar Specialist trust exemplar  
Roxanne, Programme Manager: 
When I went into midwifery, I wanted to develop a longer 
WHUP UHODWLRQVKLS ZLWK FOLHQWV « DQG WKDW WRRN PH LQWR
KHDOWKYLVLWLQJ«ZKLFKLQWXUQIHGLQWRSUHYHQWDWLYHZRUN
[and] public health «From that, I got approached to go 
LQWRPDQDJHPHQW«>LQ@ primary care development. 
, ZDV DSSURDFKHG « WR VHH LI , ZDQWHG WR WDNH RQ D
PRGHUQL]DWLRQ UROH«WR VHW XS LQWHJUDWHGFDUHSDWKZD\V
DQGVHUYLFHVRXWLQWKHFRPPXQLW\, WRRNRQWKDWUROH«
and I set up a lot of services in the area and worked with 
clinicians «and community speciaOLVWQXUVHV«,WUHDOO\
was bridging across the services. So that was quite a big 
role, spanned a range of work. I managed quite a big team 
«[I] really got involved in the modernisation programme 
«and because of my nursing, clinical background it felt 
like a really natural move, that it bridged that knowledge of 
clinical processes plus developing better management 
processes and ways of delivering critical care. 
Harriet, Operations Manager: 
I did my training in a year post-qualifying and then moved 
LQWRFRPPXQLW\VHUYLFHV«,moved around consciously 
and with an intent on getting wide experience of 
FKLOGUHQ¶VDGXOW¶VUHVLGHQWLDOFRPPXQLW\7KHQWRRNRQ
a team leader role which was still very much a clinical role 
« 7KHUH ZDV VRPH OHDGHUVKLS DQG PDQDJHPHQW
responsibilities, but not very much.  
I decided I wanted to be a nurse consultant so I went away 
DQGGLGDPDVWHU¶VLQFOLQLFDOZRUNFDPHEDFN>WRKHOS@
put some bids together for nurse consultant posts «[But] 
the [authority] ZRXOGQ¶W DSSURYH WKHP « ,Q WKH
PHDQWLPH,ZDVDVNHGWRFRPELQHWKHVHUYLFHVDQG«
head that up for a short period of time until they reapplied 
for the [posts]%XW WKDW GLGQ¶W KDSSHQ $QG , MXVW ZHQW
from the team manager of that service into generally 
managing the adult LD teams and then into a senior 
manager role. So it was accidental I guess. 
Hannah, Service Manager: 
I worked my way up to ward manager. And then a post 
came available for a matron for three wards [including 
mine] «7KH:DUG0DQDJHU¶VSRVWLVVWLOOTXLWHFOLQLFDO
so you spend part of your time managing the unit and the 
staff within it and also part of your time clinically working 
WKHUH7KH0DWURQ¶VSRVWZDVOHVVVREXWVWLOOKDGDFOLQLFDO
part in LW VR,VWLOOZRUNHGRQVRPHRI WKHXQLWV«7KH
6HUYLFH 0DQDJHU SRVW VRUW RI HYROYHG DIWHU WKDW «
Chemotherapy had grown massively over the past five 
years and they realized they needed a service lead for that 
± not just the delivery of the treatment, more to do with 
the activity role and the service side of it «Just managing 
that and moving it forward very quickly meant that I spent 
DORWRIWLPHZLWKFKHPRWKHUDS\«So my clinical work 
KDV JRW OHVV DQG DQ DZIXO ORW VPDOOHU DQG LW¶V PRUH
management ... I still work clinically on the unit 
RFFDVLRQDOO\EXWWKDW¶VPRUHWRGRZLWKVWDIILQJLVVXHV.  
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Table 6: Career narratives: Ambivalent hybrid managers (doctors) 
Acute trust exemplar  Care trust exemplar Specialist trust exemplar  
Ramesh, Clinical Director: 
2QH WKLQJ ,¶YH OHDUQHG ORRNLQJ DW VRPH VHQLRU OHDGHUV LV
\RXUIHHWKDYHWREHRQWKHJURXQGEHFDXVH\RX¶YHJRWWR
FRPHEDFNWRWKHIDFWWKDW\RX¶UHDFOLQLFLDQ 
I did take it on with a very clear statement to the divisional 
director: I will take it on for four months as a pLORW«7KH
two key things were ZKHWKHU,IHHO,¶PDEOHWRGHOLYHUZKDW
LVUHTXLUHGDQGWKHVHFRQGLVMXGJHPHQWRQZKDWLPSDFWLW¶V
having on the family.  
%HFDXVH,¶PDJHULDWULFLDQDQGDVWURNH>VSHFLDOLVW@WKH\¶UH
SUHGRPLQDQWO\ZDUGEDVHGDFWLYLWLHV«>RWKHUV@PLJKWKDYH
a lot of out-patient activity and procedural elements which 
are a bit more difficult. Whereas the ward based activity [is] 
more flexible «So that was fortunate just by the speciality 
,¶P LQ « I was [also] fortunate to come to a department 
where there [were] very clear values and principals and 
GLVFLSOLQHVVHWDOUHDG\«All I did is follow the same but 
allowed a bit more [flexibility]. 
Robert, Clinical Director: 
,¶PREYLRXVO\DWUDLQHGGRFWRU%XWLQWKHSRVLWLRQ,¶PLQ
«,¶YHVHHQKRZWKDWLQWHUDFWVZLWKWKHZLGHUZRUOG«6R
I still have to recognise constraints. 
2YHU WKH ODVW FRXSOH RI \HDUV LW¶V EHHQ D ORW DERXW
efficiency and cost VDYLQJ<RXNQRZKRZZH¶UHJRLQJ
WRPDQDJHWKHSUREOHPVLQGRFWRUUHFUXLWPHQWWKDWZH¶UH
DOOIDFLQJ«6RLW¶VDERXWKRZZHJHWRXUFXUUHQWWHDPV
to take on more work « 7KHUH¶V D ORW PRUH DURXQG
governance implementation of national agendas. WH¶UH
the go between, if you like, between them and the clinical 
work. 
:H¶UHDQLQFRPHJHQHUDWLQJGLUHFWRUDWH6R,VHHWKDWDV
DYHU\SRVLWLYHWKLQJEHFDXVH«WKH7UXVWOHWVPHJHWRQ
with my role. AVORQJDVWKH\VHHWKDWZH¶UH«FRQWLQXLQJ
to support other servicesWKH\¶UHTXLWHKDSS\IRUPHWRJR
about it my way ± whLFK LV UHDOO\ JRRG LW¶V D SRVLWLYH
thing. 
Brenden, Divisional Director: 
Did I have the expertise in the managerial side?  I would say 
probably not, except what rubs off just during your career.   
You ILQG\RXUVHOI«DWWKHWRSWDEOHZLWK«RWKHUGLUHFWRUV
looking at the bigger picture of how this Trust is being run 
«,IRXQGWKDWDOLWWOHELWGLIILFXOW«,¶PYHU\LQWHUHVWHGWR
SXWP\ELWLQEXW«WREHFRQVWUXFWLYH\RXQHHGDOLWWOHELW
more background reading and a little bit more getting your 
KHDGDURXQGWKLQJV<RX¶YHJRW\RXUFOLQLFDOZRUNZKLFK«
you can't rein in. TKDW LV DOZD\V D SUHVVXUH « <RX DUH
finding yourself at the management board of the hospital 
WDONLQJDERXW«ELJGHFLVLRQVLQWHUPVRIGHOLYHU\RIFDUH
DQG , ILQG WKDW D OLWWOH ELW GLIILFXOW « >:KLOH@ , KDYH DQ
RSLQLRQ DV DQ H[SHULHQFHG FRQVXOWDQW « WKHUH Ls a huge 
depth of knowledge in this particular subject which, by 
virtue of time and everything else, I haven't taken the time 
to read through.  
 
 
